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 Chapter 3 
 Interpersonal Networks in Foreign 
Assignments and Intercultural Learning 
Processes 
 Erika  Spieß 
 Globalization and Foreign Assignment 
 Due to the pressures of  competition resulting from the  globalization of markets , 
international experience has gained importance, and in fact become a vital asset 
(Carpenter, Sanders, & Gregerson,  2001 ; Landy & Conte,  2008 ). Multinational 
companies, in particular, regard foreign assignment experience as a market 
 advantage (Spreitzer, McCall, & Mahoney,  1997 ). For employees, international pro-
fessional  experience in  this  context has become a prime prerequisite for becoming 
an  executive (Daily, Certo, & Dalton,  2000 ). 
 This growing trend to send staff on foreign assignment is accompanied by a need 
to know what has to be done  for  expatriates to adjust successfully. Employees work-
ing in a foreign country are confronted with  major  changes in various areas, changes 
requiring their preparation prior to the foreign  sojourn and support during it. If this 
does not occur, there is a risk that employees may feel stressed, be unable to work 
effectively, and, if worst comes to worst, have to end their sojourn prematurely. 
 The different phases of a foreign assignment (Kühlmann & Stahl, 2001/ 2006 )—
preparation, sojourn, and return—harbor certain risks. Due to time constraints, 
preparation is often inadequate or does not occur at all. The risks associated with the 
assignment are country-specifi c as well as of a private nature.  Western  expatriates in 
China experienced a “classic” culture  shock (Selmer,  1999 ) and transferees uninter-
ested in the country of assignment had diffi culty adapting and, consequently, being 
effective for the company (Selmer,  2001 ). The larger  the  cultural distance to the 
country of origin the more diffi cult a foreign assignment may turn out to be (Wang, 
 2002 ). There is the danger of culture  shock limiting an expatriate’s ability to do 
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his or her job. A lack of appreciation for returnees by company and home colleagues 
has been observed as a problem during the return phase (Kupka, Everett, & Cathro, 
 2008 ; Szkudlarek,  2010 ). 
 To facilitate adjustment during the sojourn, some large corporations institute 
comprehensive  mentoring programs embedded in personnel development measures 
and processes (Noe, Greenberger, & Wang,  2002 ). Hechanova, Beehr, and 
Christiansen’s ( 2003 ) meta-analysis described the antecedents and consequences of 
the adjustment of transferees on foreign assignment. Self -effi cacy —the belief in 
one’s ability to act, the frequency of interaction with people from the host country, 
interpersonal skills, and family support proved to be the main predictors for 
 successful adjustment to the entire environment. 
 For instance, Wang and Kanungo ( 2004 ) demonstrated that the role of interper-
sonal networks is often neglected, although it has a direct and signifi cant positive 
infl uence on the transferee’s well-being. Caligiuri and Lazarova ( 2002 ) developed a 
model showing  the  relationship  between  social network,  social support, and adjust-
ment. They assumed  that  social interaction  and  social support (e.g., family mem-
bers, coworkers in the country of sojourn, transferees from home and other countries) 
could help activate  psychological  resources with the capacity to intensify recogni-
tion and confi rmation, attributes that in turn can substantially improve  intercultural 
adjustment .  Social support can act as a buffer against stress that usually occurs as 
the transferee tries to adjust to the new environment.  Successful  intercultural adjust-
ment is closely related to network partners  and  social support. 
 In the following I present Kurt  Lewin’s  fi eld theory as a theoretical framework 
for my discussion of networks,  social support in different fi elds of application,  and 
 personal initiative and for my examination of  the  relationship  between  social 
support and work adjustment. In conclusion results are considered regarding their 
specifi c meaning for the  intercultural  learning process and within the framework  of 
 fi eld theory. 
 Theoretical Framework 
 Lewin’s  fi eld theory is an important model for explaining economic action in sig-
nifi cant fi elds of application. The central idea of Lewin’s theory is that people are 
drawn to some things in their environment and repelled by others. In the Lewinian 
sense, all actors are situated in a fi eld: They act, bring things into motion, infl uence 
others, launch campaigns, and are, for their part, exposed to various, even antago-
nistic behavioral forces. The advantage of the concept of  fi eld is its understanding 
that a person exists in a fi eld of tensions, with the tensile and pressure forces within 
the fi eld enabling a description of  human  behavior. In contrast to behaviorism’s 
mechanistic image,  fi eld theory assumes that a person is active, perceiving and 
assessing his or her surroundings (Lewin,  1943 , 1951/ 1963 ). Lewin ( 1939 ) regards 
the psychological environment functionally as “a part of one interdependent fi eld, 
the life-space, the other part of which is the person” (p. 878). He expresses this in 
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his famous formula: “ Behavior = Function of person and environment = Function of 
life-space” (p. 878). 
 “Lewin’s fi eld theory states that it is possible to understand the basis for chang-
ing the behavior of individuals and groups by constructing a ‘life space’ comprising 
the psychological forces infl uencing  their  behavior at a given point in time” (Burnes 
& Cooke,  2012a , p. 409). According to Burnes and Cooke ( 2012a ),  fi eld theory 
played a central part in all of Lewin’s work by allowing him to understand the forces 
that would need to be either strengthened or weakened in order to bring out  desired 
 behavior. Burnes and Cooke ( 2012a ) reviewed and  reevaluated  fi eld theory, arguing 
that the main reason for the decline  of  fi eld theory was Lewin’s pursuit of mathe-
matical rigor over practical relevance. In psychology,  fi eld theory is closely associ-
ated  with  Gestalt psychology. 
 Six fundamental characteristics underpin  Lewin’s  fi eld theory (Burnes & Cooke, 
 2012a , p. 411; Lewin,  1943 ):
 1.  Constructive method: The meaning of any concept is derived from  its  relation-
ship to other concepts. 
 2.  Dynamic approach: Lewin  saw  equilibrium in social life as a dynamic  process 
where change occurs, but a recognizable form is maintained. 
 3.  Psychological approach: The elements of an individual’s or group’s life space 
must be based on their perception of their reality at the time rather than seeking 
to construct it from the objective viewpoint of an observer. 
 4.  Analysis beginning with the situation as a whole: All psychological events are 
conceived to be a function of the life space. One needs to consider the situation 
as a whole. 
 5.  Behavior as a function of the fi eld at the time it occurs: The focus is on the 
behavior of an individual in the “here and now.” Behavior is not caused by some-
thing in the past or the future, but is grounded in the totality of the present 
situation. 
 6.  Mathematical representations of the psychological situation: Lewin maintained 
that psychology had to represent behavior in mathematical terms. 
Lewin  saw  fi eld theory as a way of combining scientifi c rigor and practical rele-
vance by offering a rigorous, theory-based method for  analyzing  behavior and as a 
practical approach to  changing  behavior by allowing individuals to understand their 
actions better. He saw behavior as the product of the environment and of the way in 
which individuals interpret external stimuli (Burnes & Cooke,  2012a , p. 412). Five 
of the fundamental principles were derived  from  Gestalt psychology; the sixth prin-
ciple was inspired by  Cassirer’s philosophy of science . 
 After Lewin’s death in 1947, his work on group  dynamics , action research, and 
his three-step model of change was taken up by other scholars and became the basis 
of organizational  development (OD). His work  on  fi eld theory went into decline 
until the 1990s, when it once again began to attract the attention of scholars and 
practitioners to behavioral and organizational  change (Burnes & Cooke,  2012a , 
p. 416). There is “a growing recognition of the relevance of Lewin’s work to con-
temporary organizational concerns, especially change, ethics and values” (p. 418). 
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Burnes and Cooke ( 2012b ) asserted that the  core  components of OD have strong 
connections with the work of Kurt Lewin, summarizing that “ Lewin’s  fi eld theory 
was a signifi cant break with the contemporary view of  human  behavior. It offered a 
holistic view of human behavior that focused on the entirety of a person or groups 
perceptual or psychological environment” (p. 420). 
 Bourdieu’s ( 1983 ) sociocultural approach points out the different assumptions of 
active actors in an economic fi eld. He differentiates between economic, cultural, 
 and  social capital. Economic  capital comprises  material  resources such as income 
and money;  social capital  comprises  relations  and  social networks; and cultural 
 capital  comprises  resources such as cultivation, education, and lifestyle.  Bourdieu 
stresses the specialness of cultural capital, whose transmission occurs within the 
family. Incorporating this cultural  capital takes a lot of time (e.g., education). An 
economic fi eld is distinguished by especially high dynamics, with the situation and 
individuals characterized by rapid change, competition, and quick action. Additional 
features are limited rationality and acting under great uncertainty. Typical in the 
Lewinian sense is the analysis of the interaction between the actors and the situation 
at hand.  In  Bourdieu’s ( 1983 ) extension  of  fi eld theory, the actors’ social, cultural, 
and  economic  resources must also be considered. Figure  3.1 is simply an abstract 
metaphor for the forces interacting in an  economic  context (Spieß,  2006 ).




 Lewin’s  fi eld theory provides a suitable framework, representing a metaphor and 
a model for the process-like course of psychoeconomic fi elds of topics. The 
 inclusion of actors’ assumptions—their economic, social, and  cultural  capital—in 
 Lewin’s  fi eld theory offers a more precise and differentiated view. Among the vari-
ous applications of fi eld theory, Elsass and Veiga ( 1994 ), for example,  used  fi eld 
theory as a way to explain acculturation within organizations. 
 The Role of Networks 
 The concept of fl exible, open organizations, which are willing to learn, continues to 
replace rationalistic and rule-oriented notions of  appropriate  behavior in organiza-
tions. In this regard, networks can be seen as structures that are more suitable than 
bureaucratic organizations. 
 A network is defi ned by the cooperative work of its participants, as well as by 
stability, voluntariness of participation, trust, individual objectives, and the objec-
tives of the network partners, including autonomy and interdependency (Borgatti & 
Foster,  2003 ). The  ego-centered  network is a distinct type of network, focused on an 
actor (ego), who then identifi es the network partners (alteri). This is the 
conceptual basis for the coauthored studies by Stroppa and Spieß ( 2010 ,  2011 ) 
discussed in this chapter. 
 The participants in a network are infl uenced  by  group processes, which leads to 
network partners interacting primarily with people similar to themselves (regarding 
race, gender, and status). This produces  fewer  confl icts, but also results in  less  diver-
sity (e.g.,  creativity in terms of product development). Networks have unique struc-
tural forms that offer certain advantages over those of hierarchies and markets 
(Powell,  1990 ). They are fl exible and fast-working, offer favorable terms for learn-
ing processes and  knowledge  exchange, and reduce the level of uncertainty, which 
is particularly high for market-related transactions. 
 The development and sustainability of networks relies heavily on trust. Networks 
facilitate access to  specifi c  resources and information (Borgatti & Foster,  2003 ). 
According to Sydow ( 1992 ), networks establish a  link between organizational  and 
 interorganizational fl exibility, with openness forming one of their core 
characteristics. 
 Making organizations more effi cient by decentralizing and restructuring them 
reduces the existing division of labor, so an objective is to form networks of equal, 
self-regulating organizational entities. However, these networks can only work  if 
 decision-making processes and  employee  cooperation are successful (Cross, Kaše, 
Kilduff, & King,  2013 ). 
 One functional characteristic of networks  is  social support, which offers network 
participants reliability and gives them backing. Social control, however, is also a 
functional network characteristic linked  to  social support—for example, in terms of 
norm orientation and the transmission of values. Networks can play an important 
role regarding foreign assignments. 
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 In a coauthored  qualitative study focusing on interpersonal networks  of  expatri-
ates (Spieß, Schaaf, & Stroppa,  2009 ) I considered the network partners present 
during the  different phases of the foreign assignment who form the social net and 
 grant  social support. The procedure and instruments of  the  qualitative study were 
guided interviews  with  expatriates  of  small and medium-sized companies from 
April to July 2006. Guidelines were developed for each of the phases of preparation, 
sojourn, and return. The participants were 16 respondents: male, between 27 and 47 
years old, working in medium-sized companies in Munich and surroundings in the 
fi elds of electronics, conveyor systems, paper manufacturing, engineering, and 
mechanical engineering. Their destinations were China, Japan, Thailand, and 
Indonesia. 
 In the preparation phase of an assignment the network partners are different than 
those during the sojourn or return, including, for example, family, friends, col-
leagues, superiors, and the organization itself. During the sojourn the network 
expands to include contacts with host-country nationals,  other  expatriates, and the 
organizations that provide support to  the  expatriates—contacts that can then con-
tinue to exist as part of the network after the return. The interpersonal networks are 
further divided into sub-networks, with the respondents in the study viewing the 
professional network as separate from the private network. Family and friends form 
part of the private network, whereas colleagues, superiors, and the organization 
itself are part of the professional network. 
 Figure  3.2 illustrates  interpersonal networks during foreign assignment. Results 
of the 2009 study showed that all respondents attached great value to their families. 
In the phase of sojourn a change could be noted. The expatriate employees lost 
 Fig. 3.2  The interpersonal networks during foreign assignment. Solid lines represent  stronger 
 relationships and dotted lines weaker ones. From Spieß (2009, p. 172) (Copyright 2009 by 




contact with their old friends and colleagues, but formed contacts with  other 
expatriates and host-country nationals, as well as receiving help from support 
 organizations. When they returned, this constellation changed again and they lost 
contact with their new friends and  other  expatriates.
 Respondents regarded family as highly important in every phase of the assign-
ment, which is why  the  concept of  family is located adjacent to the expatriate 
employee in Fig.  3.2 . This does not imply that the family always stands by the 
expatriate’s side. Rather, the fi gure refers to the ideational value of family as such, 
a perspective that is even more compelling when one is separated from the family. 
During the preparation phase family is followed in precedence by friends, col-
leagues, superiors, and the organization itself. Respondents also pointed out that 
keeping in contact with family members demanded additional effort during the 
sojourn. Contacts with friends, in particular, suffered due to the lack of time. This 
was refl ected in statements such as “One can only work, eat, and sleep,” or, if the 
expatriate was accompanied by a spouse, “Only a busy wife is a good wife, a bored 
wife is torture . ” 
 During the sojourn, this list expands to include new colleagues,  other  expatriates, 
and host-country nationals, as well as the supporting organizations.  The  relationship 
with friends from home becomes less important (indicated by the dotted lines in 
Fig.  3.2 ). In the phase of returning, the  expatriates try to reestablish contact with the 
network partners from the preparation phase and to  maintain  relationships newly 
formed during the sojourn, but these, too, lose importance. It is, therefore, crucial to 
point out that there is hardly any networking activity between the network partners 
themselves. The connecting lines in Fig.  3.2  show  relationships between the expatri-
ate employee and various network partners, but only a single link among the net-
work partners. In their review of  organizational  social network research, Kilduff and 
Brass ( 2010 ) emphasized its focus  on  relations between actors. 
 The Role  of  Social Support 
 In recent years, a number of research projects have focused  on  social support in 
various contexts, including family, friends, and work (e.g., Glazer,  2006 ; Stroebe & 
Stroebe,  1998 ). The concept  of  social support is founded in various research tradi-
tions that also deal with the interrelationship  of  social support and mental health. 
 From the standpoint of  a  resource concept (Udris,  1997 ),  social support is not 
only an  external  resource that a person receives but also an  internal  resource that an 
individual can develop (Udris & Frese,  1999 ). Dücker ( 1995 ) describes various 
forms of support experienced by members of a network: material support (e.g., 
fi nancial), support in the form of  helping  behavior (e.g., care in the case of illness), 
emotional support (e.g., affection, trust, or sympathy), feedback (e.g., social confi r-
mation), informative support, orientation assistance (e.g., advice), and positive 
social activities (e.g., fun and recreation. 
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 Many studies (overview in Cohen & Wills,  1985 ) have shown a positive infl u-
ence  of  social support at work on the well-being of those receiving it. Frese and 
Semmer ( 1991 ) named  further  social support mechanisms. First,  social support is a 
primary need expressing humans’ phylogenetic urge to work in a social group. The 
lack  of  social support automatically leads to a diminution of well-being. And sec-
ond, the positive feedback connected  with  social support directly affects self- 
confi dence and, thus,  other  components of mental well-being.  Social support and 
the formation of networks are, therefore, closely related. The network concept is 
considered broad and multidimensional (Inkpen & Tsang,  2005 ) and consequently 
suited as an umbrella concept  for  social support. 
 In the case of foreign assignment,  various  relationships within the interpersonal 
network of an expatriate are of interest, including those with the spouse, friends, and 
coworkers, mattering in both the home country and the country of sojourn. These 
networks may be considered an objective reality within which there are  dyadic  rela-
tionships of different strengths. 
 Social support is an  essential  component of our daily lives and takes on a special 
signifi cance in  the  context of assignment to a foreign country. Adelman ( 1988 ) 
expressed it as follows: “Our ability to cope with daily stressors, critical life transi-
tions and environmental or cultural change is inextricably tied to the social  ecology 
in which we are embedded” (p. 183). The  entire  social network and the  accompany-
ing  social support of family, friends, and coworkers are of eminent importance in 
eliminating the risk of failure of the foreign assignment. 
 The mentioned risks and the antecedents for successful adjustment have been 
primarily studied in large corporations (e.g., Mendenhall & Oddou,  1985 ; Ward & 
Rana-Deuba,  1999 ). The situation  in  small and medium-sized companies remains 
unclear, but it may be assumed that it is especially diffi cult, because small compa-
nies do not have the  corresponding  resources at their disposal. In  this  context, inter-
personal networks  for  small and medium-sized company transferees on foreign 
assignment are gaining signifi cance, although the involved company often underes-
timates their effect. 
 Social Support and Firm Size 
 A study published in “ Expatriates’  Social Networks: The Role of Company Size” by 
Stroppa and Spieß ( 2010 ) extended and tested Caligiuri and Lazarova’s ( 2002 ) 
model for the infl uence of support provided by different network partners (supervi-
sors, coworkers, friends, spouses) on received socioemotional and instrumental sup-
port. This model was extended by examining  the  impact of company size on 
effectiveness of support.  Ninety  expatriates were questioned during their foreign 
assignment: 45  from  small and medium-sized enterprises (SMEs) and 45 from large 
companies. As expected expatriates who received support from their network 
partner coworkers during  their  foreign sojourn also received more instrumental 
support. In addition, the study confi rmed that the type of company moderated  the 
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 relationship between the network partner (friends) and socioemotional and instru-
mental support. The type of company had more infl uence on that support when there 
were no network partners (friends) available for  the  expatriates, and less when those 
contacts did exist. SMEs and their expatriate employees had less experience with 
environmental factors in different countries, less power to withstand the demands of 
host governments, and less  reputation and  fi nancial  resources, as well as  fewer 
 resources for managing international operations. In the future, therefore, it is very 
important that fi rms, especially SMEs, develop concepts for the effective support of 
staff on foreign assignment. 
 Social Support and Host-Country Nationals 
 Social support can be regarded as especially signifi cant in  the  context of sojourners. 
Sources of support are wide ranging and can include many different social groups, 
such as family, friends, peers, coworkers, and supervisors. 
 A study published in “ Social Support on International Assignments: The 
Relevance of Socioemotional Support  From Locals ” (Podsiadlowski, Vauclair, 
Spieß, & Stroppa,  2013 ) identifi ed the importance of support from host-country 
nationals. Using the matching or specifi city hypothesis, which suggests that the 
right match between type and source of support is needed to increase well-being 
(Viswesvaran, Sanchez, & Fisher,  1999 , p. 318), the authors postulated that sojourn-
ers’ satisfaction would increase if there were an optimal match between the type and 
source  of  social support (Madjar,  2008 ). One hundred thirty-one English-speaking 
participants living in New Zealand were sampled via a snowballing technique 
(Podsiadlowski et al.,  2013 ). The results showed that both types  of  social support—
instrumental and socioemotional—were positively related to satisfaction with the 
sojourn, with socioemotional support being more important in predicting satisfac-
tion with a sojourn than instrumental support, and support from host-country nation-
als being the most important source  of  social support. Furthermore, there was partial 
support for the matching specifi city hypothesis. Only the amount of support from 
host-country nationals was a signifi cant moderator and only  the  relationship between 
socioemotional support and satisfaction with a sojourn was moderated. The authors 
found only partial support for the matching or specifi city hypothesis. The study’s 
fi ndings showed that it did not apply to instrumental support. Additionally, results 
showed that the right match between socioemotional support and source of support 
was more specifi c than expected. Only socioemotional support provided by host-
country nationals increased satisfaction with the sojourn. Support from home did 
not moderate  the  relationship between socioemotional support and satisfaction. 
This indicates that only host-country nationals are able to provide relevant socio-
emotional support if individuals are faced with un controllable stressors . 
 To summarize, the most important predictors for satisfaction with a sojourn were 
support from host-country nationals and perceived socioemotional support. Not 
only did socioemotional support from host-country nationals have a positive effect, 
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support received from other foreigners living in the respective country was not 
suffi cient to assure a sojourner’s well-being. Support from home was actually 
 counterproductive for satisfaction with the sojourn. Findings (Podsiadlowski et al., 
 2013 ) emphasized the importance of receiving considerable socioemotional support 
from host-country nationals for a successful international assignment. 
 The Role  of  Personal Initiative 
 Personal Initiative is defi ned as a behavioral syndrome relating to individuals with 
an active, self-initiated approach to work that exceeds normal  work  behavior. 
 Personal initiative is characterized by the following aspects (Frese, Kring, Soose, & 
Zempel,  1996 ): it is consistent with the organization’s mission, has long-term focus, 
is goal-directed and action-oriented, is persistent in the face of barriers and set-
backs, and is self-starting and proactive.  Social support  and  personal initiative have 
a  strong  relationship with successful work adjustment. 
 A study carried out by Stroppa and Spieß in 2011  adapted  components of Fay 
and Frese’s ( 2001 ) nomological network  of  personal initiative and Caligiuri and 
Lazarova’s ( 2002 ) model for the infl uence  of  social support on adjustment. On this 
basis the authors developed and tested a model for  the  relationship  between  per-
sonal initiative,  social support, and work adjustment. One hundred twenty-seven 
respondents answered an online questionnaire during and after  their  foreign sojourn. 
The study demonstrated  that  personal initiative moderates  the  relationship  between 
 social support from coworkers and  job performance . Results showed  that  personal 
initiative of  the  expatriates  and  social support received from supervisors—but not 
from their coworkers—predicted job satisfaction, job stress,  and  job performance of 
 the  expatriates. The fact  that  personal initiative had a main effect on all  three  indica-
tors of successful work adjustment indicates that it is a very important predictor for 
successful adjustment. 
 Consequences for the Intercultural Learning Process 
 Increasing  internationalization  demands intercultural action. From a psychological 
point of view, this interaction is special because it involves an overlapping situation. 
When meeting people of another culture one is in one’s own culture as well as in 
another culture. The paradox is to adapt in a situation in which one becomes particu-
larly aware of belonging to another culture (Lewin,  1963 ). This requires special 
preparation and training workshops. 
 The  intercultural  learning process can be described by the construct of intercul-
tural sensitivity. Bennett’s ( 1998 ) Developmental Model of Intercultural Sensitivity 
(DMIS) consists of three ethnocentric stages (denial, defense, minimization) and 
three ethnorelative stages (acceptance, adaptation, integration) constituting a contin-
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uum ranging from denial  of  difference to integration of difference. Denial of  cultural 
 difference is the state in which one’s own culture is experienced as the only real one. 
Other cultures are either not perceived at all, or they are construed in rather vague 
ways. Defense against cultural difference is the state in which one’s own culture is 
experienced as the only viable one. Minimization of  cultural  difference is the state in 
which elements of one’s own cultural worldview are experienced as universal. 
Acceptance of cultural difference is the state in which one’s own culture is experi-
enced as just one of a number of equally complex worldviews. Adaptation to  cultural 
 difference is the state in which the experience of another culture yields perception  and 
 behavior appropriate to that culture. Integration of cultural difference is the state in 
which one’s experience of self is expanded to include the movement in and out of 
different cultural worldviews (Hammer, Bennett, & Wiseman,  2003 , p. 424–425). 
 Hammer et al. ( 2003 ) summarized that, in general, the more ethnocentric orien-
tations can be seen as ways of avoiding  cultural  difference, either by denying its 
existence, by raising defenses against it, or by minimizing its importance (p. 426). 
The more ethnorelative worldviews are ways of seeking  cultural  difference, either 
by accepting its importance, by adapting perspective to take it into account, or by 
integrating the whole concept into a defi nition of identity. 
 This theoretical framework provided conceptual guidance for Hammer et al. 
( 2003 ) as they undertook the construction of the Intercultural Development 
Inventory (IDI) to measure the orientations toward  cultural  differences described in 
the DMIS. The result of this work is a 50-item, paper-and-pencil instrument (with 
10 additional demographic items). 
 Referring to  Lewin’s  fi eld theory it is important to consider individual points of 
view  and  competencies as well as  the  social network,  social support, cultural pro-
cesses, and the current economic and political environment. The  intercultural 
 learning process, as well as intercultural sensitivity, is also important for foreign 
assignments and can help establish and connect networks more successfully. For this 
purpose, psychologists offer a measuring instrument, for example, the intercultural 
development inventory (Hammer et al.,  2003 ). In addition to further intercultural 
learning and sensitivity, suitable trainings are also interesting and helpful. 
 The process of a foreign assignment can be viewed within the framework of 
 Lewin’s  fi eld theory, with the interaction between people and their environment 
clearly recognizable. According to the cited research (Stroppa & Spieß,  2010 ,  2011 ; 
Podsiadlowski et al.,  2013 ), a personal characteristic such  as  personal initiative is 
important, with it moderating  the  relationship  between  social support from cowork-
ers  and  job performance. Environmental factors such as the size of the company 
also play a role. 
 Social support importantly involves  a  social interaction between the provider of 
support and the recipient, who can not only ask for support or aid, but also reject it. 
In  the  context of foreign assignments the support of superiors and colleagues and 
especially of host-country nationals (Podsiadlowski et al.,  2013 ) has proven to be 
very important.  Social support can also be seen as an aspect of networks, which can 
form connections within the fi eld, possibly bringing together different strengths. I 
would therefore recommend a stronger coordination between the existing networks. 
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My viewpoint also corresponds with Kilduff and Brass’s ( 2010 ) observation that 
 organizational  social network research assumes  dyadic  relationships do not occur in 
isolation. However, the fi eld of foreign assignments, which is marked by attracting 
and repelling forces, includes far more. Global development and climatic, eco-
nomic, and cultural infl uences also have to be taken into consideration as highly 
relevant factors. 
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